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California 

West Hollywood Ordinance No. 21-1168 (paid and unpaid leave) 
Enacted Nov. 15, 2021 
Effective Jan. 1, 2022   
Informational only — Sedgwick does not administer 

 
The City of West Hollywood, California (“City”) enacted an ordinance that establishes a local minimum wage, 
requires employers to provide paid and unpaid leave benefits, and governs how businesses advertise and 
distribute service charges. The new ordinance covers all employers with covered employees, but certain provisions 
will phase in at different schedules or rates for different types and sizes of employers. Hotel employers are subject 
to the leave provisions before other employers. Under the ordinance, a “hotel employer” is a person who owns, 
controls, or operates a hotel in West Hollywood.  

Employers must provide at least 96 compensated hours off per year for sick leave, vacation or personal necessity 
to full-time employees to be made available at the employee’s request. Employers must also permit full-time 
employees to take at least 80 additional hours per year of uncompensated time off to be used for sick leave for the 
illness of the employee or a member of their immediate family where the employee has exhausted their 
compensated time off for that year. 

Employees must be eligible to use accrued paid and unpaid leave after their first six months of employment or the 
date set per company policy if earlier. Employers may not unreasonably deny an employee’s request to use the 
accrued compensated or uncompensated time off. Unused accrued compensated time off will carry over until the 
time off reaches a maximum of 192 hours, and unused accrued uncompensated time off will carry over until the 
time off reaches a maximum of 80 hours, unless the employer’s established policy is more generous.  

These provisions become effective on Jan. 1, 2022, for “hotel employers” and “hotel workers,” whereas, for other 
entities, July 1, 2022, will be the start date.  

 

 
 

 

 

 

https://weho.granicus.com/MetaViewer.php?view_id=16&event_id=1318&meta_id=219070
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Colorado 
Final Rule 7 CCR 1103.7 (Healthy Families and Workplace Act) 
Enacted Nov. 10, 2021 
Effective Jan. 1, 2022   
Informational only — Sedgwick does not administer 

 
Colorado has adopted final rules calculating the rate of pay under the Heathy Families and Workplace Act (HFWA) 
for Wage Protection Act (WPA) purposes. The existing rule for HFWA leave provides that the pay rate must be at 
least the applicable minimum wage. The final rules clarify that the HFWA pay rate must be calculated generally 
using the same rules applicable to calculating an employee’s “regular rate” under Colorado law. However, bonuses 
included in the regular rate calculation are excluded. Only the method in rule 1.8.3(A) may be used for employees 
with variable hourly rates, except that the rate is measured over 30 days prior to taking leave. 

The final rule also clarifies the pay rate for indeterminate shifts. Under the final rule, if an employee uses paid 
leave for a shift of indeterminate length (for example, a shift that is defined by business needs rather than a 
previously specified number of hours), an employer may determine the number of paid leave hours used by the 
employee based on the number of hours actually worked by a replacement employee in the same indeterminate 
shift. If there is no replacement employee for the indeterminate shift, the number of paid leave hours used by the 
employee is based on the number of hours actually worked by the employee for their most similar shift in the past. 

The final rule also addresses on-call employees. On-call employees are entitled to use paid leave during any hours 
they have been scheduled to work that would qualify as “time worked” under Colorado law. Otherwise, being 
“scheduled to work” does not include shifts for which an employee has been asked to be available or on-call, 
unless the employee is performing work. However, if an on-call employee has an agreement with an employer to 
be paid for a scheduled shift regardless of whether the employee actually works the shift, the employer must 
provide paid leave for that shift. 

 

 

 

https://cdle.colorado.gov/sites/cdle/files/7 CCR 1103-7 Wage Protection Rules ADOPTED %28Redline%29.pdf
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District of Columbia 
B 404 (COVID-19-related leave) 
Enacted Nov. 18, 2021 
Effective Nov. 18, 2021   

 
The District of Columbia has amended its leave of absence laws to provide for paid time off for COVID-19 
vaccinations as well as unpaid time off to accommodate employees and their family members affected by COVID-
19. This emergency measure will remain in effect for no longer than 90 days. 

Paid vaccination leave  

Informational only — Sedgwick does not administer 

Under the new law, employers must provide paid leave to employees for absences related to COVID-19 
vaccinations. This includes leave taken for the employee or for the employee’s child to receive the vaccine or a 
booster, as well as leave taken for the employee or employee’s child to recover from side effects of receiving the 
vaccine or a booster. Eligible employees must receive two hours of leave for injections of the vaccine, and up to 
eight hours per injection for vaccination recovery leave, to be taken within the 24-hour period following the 
injection. No more than 48 hours of leave per year may be taken for this purpose. During the leave, employers 
must compensate employees at their regular rate of pay. Employees are eligible for vaccination leave once they 
have worked at least 15 days for the employer. 

The law makes it clear that the vaccination leave must be provided in addition to other paid leave the employer 
provides, subject to certain exceptions. Employees taking vaccination leave may not be required to find another 
employee to perform their work during their absence. Employers may require an employee to provide reasonable 
documentation of the need for leave, including a vaccination record or other documentation of the date and time 
of the vaccination. 

D.C. Family and Medical Leave Act 

The new law also extends the unpaid leave for employees under the District’s Family and Medical Leave Act if an 
employee cannot work because they have tested positive for COVID-19 and must quarantine under Department of 
Health guidelines; are caring for a family member or individual with whom the employee shares a household who 
has tested positive for COVID-19 and must quarantine under Department of Health guidelines; have been 
recommended to quarantine by a healthcare provider or employer due to COVID-19, including because the 
employee or an individual with whom the employee shares a household is at high risk for serious illness from 
COVID-19; must provide care for a family member or an individual with whom the employee shares a household 
who is quarantining due to Department of Health guidance, a healthcare provider’s recommendation, or the order 
or policy of the individual's school or childcare provider; or must provide care for a child whose school or place of 
care is closed, or whose childcare provider is unavailable due to COVID-19. 

https://lims.dccouncil.us/downloads/LIMS/47928/Signed_Act/B24-0404-Signed_Act.pdf
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Employees may use up to 16 weeks of leave under the law in the two-year period after the effective date of the 
COVID Vaccination Leave Emergency Amendment Act of 2021.  
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District of Columbia  
B 405 (COVID-19 related leave) 
Passed Council Nov. 2, 2021 
If enacted, effective following approval by the Mayor, a 30-day period of Congressional review, 
and publication in the DC Register 

If enacted, this temporary measure will extend recently enacted Bill 404 for 225 additional days. The law will 
provide for paid time off for COVID-19 vaccinations as well as unpaid time off to accommodate employees and 
their family members affected by COVID-19.  

Paid vaccination leave 

The law will require that employers provide paid leave to employees for absences related to COVID-19 
vaccinations. This includes leave taken for the employee or for the employee’s child to receive the vaccine or a 
booster, as well as leave taken for the employee or employee’s child to recover from side effects of receiving the 
vaccine or a booster. Eligible employees must receive two hours of leave for injections of the vaccine, and up to 
eight hours per injection for vaccination recovery leave, to be taken within the 24-hour period following the 
injection. No more than 48 hours of leave per year may be taken for this purpose. During the leave, employers 
must compensate employees at their regular rate of pay. Employees are eligible for vaccination leave once they 
have worked at least 15 days for the employer. 

D.C. Family and Medical Leave Act 

The new law also extends the unpaid leave for employees under the District’s Family and Medical Leave Act if an 
employee cannot work because they have tested positive for COVID-19 and must quarantine under Department of 
Health guidelines; are caring for a family member or individual with whom the employee shares a household who 
has tested positive for COVID-19 and must quarantine under Department of Health guidelines; have been 
recommended to quarantine by a healthcare provider or employer due to COVID-19, including because the 
employee or an individual with whom the employee shares a household is at high risk for serious illness from 
COVID-19; must provide care for a family member or an individual with whom the employee shares a household 
who is quarantining due to Department of Health guidance, a healthcare provider’s recommendation, or the order 
or policy of the individual’s school or childcare provider; or must provide care for a child whose school or place of 
care is closed, or whose childcare provider is unavailable due to COVID-19. 

Employees may use up to 16 weeks of leave under the law in the two-year period after the effective date of the 
COVID Vaccination Leave Emergency Amendment Act of 2021.  

https://lims.dccouncil.us/downloads/LIMS/47929/Introduction/B24-0405-Introduction.pdf
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District of Columbia  
B 440 (COVID-19 leave extension) 
Enacted Nov. 1, 2021 
Effective Nov. 1, 2021 

On March 17, 2021, the District of Columbia enacted an emergency measure to assist District residents who may 
face work stoppage due to a quarantine or actual sickness by providing wage replacement. The measure also 
required employers to provide paid leave for COVID-19-related reasons and created a grant program for small 
businesses to help cover employee salaries and benefits, operating costs or loan repayments. 

The measure defined “COVID-19 emergency” as emergencies declared in the Declaration of Public Emergency 
(Mayor’s Order 2020-045) with the Declaration of Public Health Emergency (Mayor’s Order 2020-046), declared on 
March 11, 2020, including any extension of those declared emergencies. The new measure defines the term 
“COVID-19 emergency” as the period of time from March 11, 2020 through Nov. 5, 2021. 

  

https://lims.dccouncil.us/downloads/LIMS/48034/Signed_Act/B24-0440-Signed_Act.pdf
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District of Columbia  
B 484 (Universal Paid Leave Act) 
Passed Council Nov. 2, 2021 
If enacted, effective immediately  

The District of Columbia Universal Paid Leave Act provides paid leave benefits to employees. If enacted this bill will 
amend the Universal Paid Leave Act to increase the amount of paid leave per fiscal year to six workweeks of 
medical leave and two workweeks of prenatal leave. For leave claims filed before Oct. 1, 2021, the maximum 
duration of each type of paid leave benefits are as follows:  

• Eight workweeks of qualifying parental leave. 

• Six workweeks of qualifying family leave. 

• Two workweeks of qualifying medical leave.  

• Zero workweeks of qualifying prenatal leave. 

Any claims filed after Oct. 1, 2021, the maximum paid leave benefits in any 52-workweek period are as follows: 

• Eight workweeks of qualifying parental leave. 

• Six workweeks of qualifying family leave. 

• Six workweeks of qualifying medical leave.  

• Two workweeks of qualifying prenatal leave. 

The bill also allows for potential yearly increases in paid leave benefits.  

  

https://lims.dccouncil.us/downloads/LIMS/48185/Introduction/B24-0484-Introduction.pdf
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District of Columbia  
Emergency Rule 4 DCMR 17 (Universal Paid Leave Act) 
Enacted Sept. 30, 2021 
Effective Sept. 30, 2021 

The District of Columbia has enacted emergency rules related to the Universal Paid Leave Act. Under the Act, 
eligible employees may take paid leave for a variety of parental and health-related reasons. 

Interference and retaliation  

The Act makes it clear that it is unlawful for any person to interfere with, restrain, or deny the exercise of rights 
provided under the law. The emergency rules provide examples of interference, including intimidating conduct, 
failing to provide a notice of rights under the law, and providing false or misleading information about benefits 
provided under the law, among others. Similarly, the Act prohibits an employer from retaliating against a person 
because the person opposed an unlawful practice, filed a charge or instituted proceedings, requested leave under 
the Act, or provided information connected to an inquiry related to the Act. The emergency rules provide 
examples of unlawful retaliation, including subjecting an employee to intimidation or an adverse employment 
action, or denying an employee additional hours of work, among others. 

Interaction with FMLA and District of Columbia Family and Medical Leave Act (DCFMLA) 

Under the DCFMLA, employees may take unpaid leave for a variety of parental and medical reasons. The 
emergency rules clarify that the Act does not permit employees to take leave beyond the scope of that provided by 
the DCFMLA, nor does the Act provide any job protections beyond that of the DCFMLA. If an employee’s leave 
under the Act does not qualify as leave under the DCFMLA, the protections of the DCFMLA do not apply, but 
adverse employment actions taken against the employee could still qualify as retaliation. 

If the leave taken under the Act also would qualify as protected under either the FMLA or the DCFMLA, the leave 
taken under the Act will run concurrently with those leaves, not in addition to those leaves. The rules further 
clarify that employers need not provide leave under the Act if other paid leave benefits are available to the 
requesting employee, subject to some exceptions. After an employee has exhausted their leave entitlement under 
the DCFMLA, they may still be eligible for some paid leave benefits under the Act. However, the leave would not 
be covered by the protections that the DCFMLA provides. 

If an employee’s leave under the Act also qualifies as leave under the DCFMLA, the employer must follow the 
seniority rules set forth in the DCFMLA. Similarly, if an employer’s policy is to maintain benefits or seniority for 
employees that are on an unpaid, non-DCFMLA leave, the employer must do the same for employees on paid leave 
under the Act.  

https://www.dcregs.dc.gov/Common/DCR/Issues/IssueCategoryList.aspx?CategoryID=28&IssueID=900
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Illinois 
HB 106 (Employee Sick Leave Act) 
Passed House; Passed Senate; to Governor Nov. 22, 2021 
If enacted, effective immediately  
Informational only — Sedgwick does not administer 

 
Illinois enacted the Employee Sick Leave Act in 2016 to permit an employee to use their employer-provided sick 
leave benefits to care for a family member. The Act specifically excluded employers who were subject to the 
Railway Labor Act. If enacted, this bill will repeal that provision, as the Employee Sick Leave Act will cover 
employers subject to the Railway Labor Act.   

 

  

https://www.ilga.gov/legislation/fulltext.asp?DocName=10200HB0106lv&SessionID=110&GA=102&DocTypeID=HB&DocNum=106&print=true


 

 

Caring counts | sedgwick.com 12 
 

New York 
SB 2928 (paid family leave) 
Enacted Nov. 1, 2021 
Effective Jan. 1, 2023  

New York has amended its paid family leave law to expand the definition of family member. The law permits an 
eligible employee to use paid family leave benefits while taking leave to provide physical or psychological care for a 
family member made necessary by the family member’s serious health condition. Under the law, “family member” 
means a child, parent, grandparent, grandchild, spouse or domestic partner. This amendment adds sibling to the 
list of family members. It defines sibling as a biological or adopted sibling, a half-sibling or a stepsibling. Please 
note this change is not effective until Jan. 1, 2023.  

https://assembly.state.ny.us/leg/?default_fld=&Text=Y&term=2021&bn=S2928
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New York 
New York City Int. No. 2448-2021 (vaccination leave) 
Passed by Council Nov. 23, 2021 
If enacted, effective immediately  
Informational only — Sedgwick does not administer 

 
If enacted, this bill will require New York City employers to provide COVID-19 child vaccination leave. Any 
employee with a child under the age of 18 or the parent of an older child who is incapable of self-care because of a 
disability will be entitled to four hours of COVID-19 vaccination time per vaccine injection, for each child. The leave 
may be used to take the child to the vaccination appointment or to care for a child who is suffering temporary side 
effects from the vaccine. The leave will be paid at the employee’s regularly rate of pay.  

Employers may require employees to provide reasonable documentation that the child received the COVID-19 
vaccination.  
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